This study examined whether the effect of person-situation discrepancy on situational commitment was moderated by a person's self adjustment to the situation . The unit of inquiry consisted of dyadic working relationships between supervisors and subordinates , where the supervisors represented significant situations for the subordinates . It was hypothesized that self-adjustment interacts with person-situation discrepancy to affect situational commitment negatively. Contrary to the prediction, the results showed that the sign of the interactive effect was positive, indicating that the negative effect of personsituation discrepancy on situational commitment became less pronounced for those subordinates who had gone through greater self-adjustment in interacting with their supervisors. The meanings of the findings and directions for future research are discussed .
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There are two major traditions of psychology-i. e., the personoligist school on the one hand, and the situationist school on the other (Murray, 1938) . The personologist believes that behavior is trans-situationally consistent;
and the situationalist believes that behavior is situation specific. Out of the long lasting and still lively debate emerged the interactionist paradigm as a dialectic resolution (Endler, 1982; Mugnusson & Endler, 1977) .
The basic tenet of this paradigm is that a person's behavior is jointly determined by the internal dispositions of the person and by the external conditions of a situation in which the person operates.
A logical extention of the ineteractionist perspective suggests that a person's dispositional attributes manifest themselves differently across situations. Based on this line of thinking, we propose that latent and manifest modes of personality traits be considered to describe a person's characteristics of individuality. The latent personality traits refer to an individual's genotypical personality attributes that are relatively independent of situational influences, and relatively constant over time .
The manifest personality traits, on the other hand, refer to the individual's phenotypical personality characteristics that are expressed in surface behavior and are not likely to be stable across situations and over time.
From the distinction should follow a variety of unique research avenues. There are at least three . First, the distinction enables us to explore the psychological mechanism through which latent traits are manifested into actual behaviors. The interactionist perspective 1 An earlier version of this manuscript was presented suggests that when a person enters a situation, he or she evaluates the level of fit between his or her dispositional orientation and the situation's characteristics and then, guided by his or her self-presentational style, expectancy calculation, and the strength of the situation, adjusts his or her own dispositions to respond to the situation (Watanabe & Hammer, 2004) . Second, crossing separately each version of the traits with situational conditions, we can designate latent (or potential) and manifest (or actual) modes of personsituation relations. This distinction has never been addressed in the person-situation congruence literature to date and enables us to explore the relative importance of the latent vs manifest person-situation fit or discrepancy in determining job satisfaction and performance, work withdrawal behaviors, extrarole behaviors, and other important psychological variables.
A third research avenue, which is also interesting to explore, concerns a person's self-adjustment in a situation or across situations. Past research on self shows that people often enact multiple selves or identities to meet situational conditions (see, e.g., Hart, 1988; Harter, 1986; Rosenberg, 1986; Smollar & Youniss, 1985) , and that those individuals who gave themselves more unified self-images across situations are likely to perform better (e.g., Gilly et al, 1971 Gilly et al, -1972 and report better psychological adjustment (see, e.g., Braun, 1988; Eunkook, 2002; Journard, 1965; Maslow, 1954; Rogers, 1951; Spanos, 1994) than those who tend to give themselves diversified self-images. For indexing the levels of self-adjustment, those studies generally look at the levels of consistency or variability of self-images across such various situations as being with fathers, mothers, teachers, peers, strangers, romantic partners, and so forth. Self-adjustment in person-situation relations The present study belongs in the third line of research mentioned above. The specific unit of inquiry consists of dyadic working relationships between supervisors (professors) and subordinates (graduate assistants), where the supervisors represent significant situations sending work roles for the subordinates. A unique point is that we define self-adjustment in terms of the difference between latent and manifest personality traits in a single situation, while the extant research looks at the consistency of one's overt self across different Caplan, et al., 1980; Chatman, 1991; Dawis & Lofquist, 1984; Early, 1989; French, Caplan, & Harrison, 1982; Furnham & Schaeffer, 1984; Holland, 1985; Meglino, et al., 1989; O'Reilly et al., 1991 Base on the small number of past studies that seem relevant to the present study, we expect that just as person-situation discrepancy in terms of the supervisorsubordinate interpersonal relations would negatively affect situational commitment, interpersonal adjustment should also have a negative association with the criterion. This leads to a prediction that interpersonal adjustment would enhance the negative effect of personsituation discrepancy on situational commitment; it is our assumption that the negative effect of one factor would enhance the negative effect of the other. Thus, we propose to test the following hypothesis:
The greater the level of interpersonal adjustment, the stronger will be the negative effect of person-situation discrepancy on situational commitment As stated earlier, there are not many studies that examined the effect each of the constituent elements of the hypothesized interaction has on the criterion variable. Therefore, the examination of the hypothesis is exploratory in nature. March & Simon, 1958; Mobley, et al., 1978; Muchinsky & Tuttle, 1979; Price, 1977) . Length of service refers to the subordinates' job tenure or experience. It is generally known that the probability of initiating voluntary job separation decreases as the duration of tenure on the job increases (see, e. g., Mobley, 1982) . Job importance means an individual's concerns with "bread and butter" issues. We expect that subordinates who regard their jobs as necessary to support themselves will be less likely to quit their present jobs. Since the subordinates' (graduate assistants') primary goal objects typically lie in their own course work or research, rather than in their assistantships, we predict that work load is negatively linked to situational commitment. Wage rate should have a positive association with the criterion variable (see, e. g., Bartel, 1979) . Age should also have a positive effect on the criterion (see, e. g., Bartel, 1979; Porter & Steers, 1973) . Gender-related dummy variables coding the difference in gender within supervisor-subordinate pairs are included on an exploratory basis.
A Cognitive Dissonance Explanation of the Effect of Self-adjustment on the Relationship between Person-Situation Discrepancy and Situational Commitment
An important point to note is that this is the first study in the literature that defines interpersonal adjustment as the discrepancy between latent and manifest personality traits. Its moderating effect for the relationship between person-situation discrepancy and situational commitment has never been examined either.
Methods

Participants
The participants in the present study were professorassistant pairs at a major eastern research university in the U.S.. The study required that responses be collected from both members of the person-situation pairs to form usable sets of person-situation data. All surveys designed for the study were sent through the on-campus mail service to 565 professor-assistant pairs that were identified on the assistantship lists constructed by graduate offices at the research site.
To assure the respondents that their responses would be kept confidential, we requested that they return the surveys to a director of student services in the second Importantly, these five descriptors of personality seem sufficiently general so that a wide variety of person and situation characteristics are covered, a criterion suggested by Bem and Funder (1978) as important for assessing both persons and situations. The five descriptors are often referred to as the "OCEAN" of personality (John, 1990) or "Big Five" (Norman, 1963) . In this study, twenty personality measures were extracted from McCrae and Costa's (1985) eighty bipolar adjective scales on the basis of the results of their factor analytic study. The four trait descriptors with the highest factor loadings were selected to represent each of the five factors. Specifically, the adjective groups O (creative, imaginative, original, and broad interest), C (careful, conscientious, hardworking, and reliable), E (affectionate, friendly, fun loving, and sociable), A (courteous, good-natured, selfless, and soft-hearted), and N (emotional, high strung, nervous, and worrying) represented the factors of openness, conscientiousness, extraversion, agreeableness, and neuroticism, respectively.
Next, we converted those twenty adjective scales into a list of alphabetically arranged personality adjectives with their antonyms presented, for explanation, in parentheses (e. g., HARDWORKING [as opposed tolazy]). This modified version of McCrae and Costa's personality measures, if employed through the use of the ipsative (or comparative) rating method, should be a useful instrument to combine both nomothetic and idiographic points of view. Higgins (1990) suggests that assessment of person and situation be made, such that both nomothetic and idiographic psychological processes interrelating persons and situations should be accounted for.
Based on this line of thinking, which originates in the Q-sort methodology (see, e. g., Block, 1978) , we employed procedures where personality traits were measured ipsatively. To describe subordinates' latent personality traits, weasked them to rank the twenty personality adjectives into seven categories according to how each is descriptive of the aspect of their personality that they believe is relatively stable over time and relatively consistent across many different situations. First, they were asked to select two personality adjectives:the one that is most characteristic (coded as 7), and the one that is most uncharacteristic (coded as 1), of themselves. The participants were then requested to choose four additional adjectives: two that are quite characteristic (coded as 6), and two that are quite uncharacteristic (coded as 2), of themselves. Then, the participants were instructed to select eight more descriptors: four that are fairy characteristic (coded as 5), and four that are fairly uncharacteristic (coded as 3), of themselves. The remaining six trait descriptors were treated as neither characteristic nor uncharacteristic (coded as 4) of the participants.
As for the subordinates' manifest personality traits, we asked the participants to characterize, by rank-ordering the same twenty personality descriptors, the way they impending mobility (Black, 1981) but also is itself a mobility strategy (Black, 1980; Kahn & Low, 1982) .
The second item assessed the subordinates' interests in continuing their assistantships with their current supervisors. Specifically, they were asked to respond to the following item: "Suppose that the professor with whom you are working as an assistant asked you to continue to work for him or her next semester. Indicate the degree with which you are interested in accepting the offer of continued employment with this professor."
Five response alternatives were provided ranging from I would definitely reject the offer (coded as 1), to undecided (coded as 3), to I would definitely accept the offer (coded as 5).
Control variables.
Interpersonal satisfaction scale was constructed based on French and Caplan's (1973) and Kahn et al's (1964) instructed to respond to the question on a 5-point scale ranging from no alternatives (coded as 1) to many alternatives (coded as 5). Wage rate was indexed by the dollar amounts paid to the participants per month for services they provide. Work load was recorded by the subordinates' reactions to the following question:"How many hours per week do you usually work at your assistantship this semester?" The respondents' age was recorded at the time of the survey. Two gender-related dummy variables were created to index the gender difference between supervisors and subordinates, Di and D2. D1 was coded as 1 if both members of a personsituation pair were male. Otherwise, it was coded as 0 . D2 was coded as 1 if a pair consisted of a female supervisor (or subordinate) and a female subordinate (or supervisor). Otherwise, it was coded as 0. Pairs consisting of members of the opposite sex were treated as a base category. Analysis The hypothesis proposes a causal model predicting situational commitment directly from the interaction between person-situation discrepancy and interpersonal adjustment. Following procedures outlined in Cohen and Cohen (1983) and in Darlington (1990), we employed a hierarchical regression analysis to test the hypothesized model. Specifically, we first entered into a regression equation the constituent linear terms of the hypothesized interaction (i.e., person-situation discrepancy and interpersonal adjustment) and the covariates mentioned above that might affect the level of situational commitment. We then added the hypothesized crossproduct term into the equation and assessed its unique contribution (i.e., increase in R2) to the total variance in the criterion variable. An incremental F statistic (Neter & Wasserman, 1974; Cohen & Cohen, 1983 ) was computed to test the significance of the unique contribution
Results
Now, we will report the results of the explorative investigation. Table 1 presents scale coefficient alphas, means, standard deviations, ranges, and correlations among the variables used for testing the hypothesis. Although it suggests that there are some real associations among the variables (Bartlett x2=280.359, df=103, p<.0001), the table provides little information on the hypothesized interaction effect of person-situation discrepancy and interpersonal adjustment for situational commitment.
The hypothesized model presented schematically in (Kennedy, 1989) .
Step 1 What would be the implication of this study? Although the present study is mute as to whether the cognitive dissonance explanation of the findings is theoretically valid, it seems fair to discuss its implication based on the results. satisfaction with the situation should be low. Given that the lack of satisfaction has been seen as a precursor to work withdrawal behaviors, such as turnover, absenteeism, and lateness (see, e.g., Adler & Golan, 1981; Hulin, 1990; Locke, 1976) , it is likely that the positive effect of the good person-situation fit acquired through self-adjustment on situational commitment will not extend over a long period of time.
A final word The uniqueness of this study is two-fold. One is the way we define self-adjustment. Specifically, we operationalized the construct by taking a distance measure between latent and manifest personality traits. Another uniqueness concerns the inclusion of the notion of self-adjustment in the person-situation relations framework. We believe that the present study made important theoretical contributions to the self literature and to the person-situation congruence literature. An important point to note is that despite those unique features, the time may not be quite ripe to discuss how the results of this study are applicable to management practices. This study is not of much practical value until its findings are proven to be valid and true in future studies. We hope that our study serves as a starting point of efforts to advance our understandings about self, self-adjustment, and person-situation relations.
